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Off-The-Shelf Formative
Assessments to Help Each Student
Develop Toward a Professional
Formation/Ethical Professional
Identity Learning Outcome of an
Internalized Commitment to the
Student's Own Professional
Development
by Neil Hamilton*
I. INTRODUCTION

With the shift in American Bar Association (ABA) accreditation standards to emphasize learning outcomes, all law schools will be slowly moving away from structure-and-process based legal education (exposure to
specific content for specified periods of time, such as a four credit one
semester contracts course) to competency-based legal education (focus on
the ultimate competencies needed for excellent service to the clients and
the legal system, such as competence in career-long professional development). 1 A large number of law schools are adopting what the next section
*Holloran Professor of Law and Founding Director of the Holloran Center for Ethical
Leadership in the Professions at the University of St. Thomas School of Law. Colorado College (B.A., 1967); University of Minnesota Law School (J.D., 1970); University of Michigan
(M.A., 1979).
1. This is how medical education is changing following similar accreditation changes
in the late 1990s. See Neil Hamilton & Sarah Schaefer, What Legal Education Can Learn
From Medical EducationAbout Competency-Based Learning Outcomes IncludingThose Related to ProfessionalFormation and Professionalism, 29 GEO. J. LEGAL ETHIcS 399, 405-06
(2016); Carol Carraccio et al., Shifting Paradigms:From Flexner to Competencies, 77 ACAD.
MED. 361 (2002).
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of this Article defines as competency-based professional-formation or ethical-professional-identity learning outcomes. 2 The specific focus of this
Article is on versions of the professional-formation learning outcome that
each student should demonstrate understanding and integration of responsibility for continually self-evaluating the student's own professional
development toward excellence. These professional -formation learning
outcomes will require a law school to design a curriculum, including assessments, to help each student develop toward the learning outcomes.
ABA Accreditation Standard 3143 requires:
A law school shall [use] both formative and summative assessment methods in its curriculum to measure and improve
student learning and provide meaningful feedback to students .

. .

. Formative assessment methods are measurements

at different points during a particular course or at different
points over the span of a student's education that provide meaningful feedback to improve student learning. Summative assessment methods are measurements at the culmination of a
particular course or at the culmination of any part of a student's
legal education that measure the degree of student learning.4
This Article analyzes "off-the-shelf' formative assessments that provide meaningful feedback to improve student learning on a professionalformation learning outcome that each student should demonstrate understanding and integration of responsibility for continually self-evaluating the student's own professional development toward excellence.
"Off-the-shelf' refers to ready-made, standardized formative assessments that a professor could use with respect to these learning outcomes.
The advantages of off-the-shelf formative assessments are the following: (1) to the degree that the assessment is well-known and accepted by
business and legal employers, students and employers will understand
and accept the usefulness of the assessment and students will be able to

2. Learning outcomes are defined in note 5, infra. This Article uses professional formation and ethical professional identity as synonyms. The Article will use professional
formation to include both terms. "Formation" includes the idea of development over time,
which is important in this context.
3.

AM. BAR Ass'N, STANDARDS AND RULES OF PROCEDURE FOR APPROVAL OF LAW

SCHOOLS 2016-2017 (2017), http://www.americanbar.org/groups/legal-education/resources/
standards.html [hereinafter 2016-2017 ABA STANDARDS AND RULES].
4. Id. at 23. "Formative feedback offers feedback intended to direct and catalyze student learning." John Norcini & Judy Shea, Assessment of Professionalismand Progress in
the Development of a ProfessionalIdentity, in TEACHING MEDICAL PROFESSIONALISM 155,
156 (R. Creuss et al., eds. 2d ed. 2016).
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use the assessment to tell a story about the student's strengths that employers understand; (2) the assessment can be implemented quickly without steep costs to the professor's time; and (3) with some off-the-shelf assessments, there are on-going efforts to evaluate the effectiveness of the
assessment and to upgrade it from time to time.
Part II below analyzes the professional-formation learning outcomes
that law schools have adopted as of October 15, 2016. Part III gives a
brief summary of what we know about the most effective curriculum to
foster student development toward professional-formation learning outcomes. Part IV focuses on an analysis of off-the-shelf formative assessments that provide meaningful feedback on a learning outcome that each
student should demonstrate understanding and integration of responsibility for continually self-evaluating the student's own professional development toward excellence.
II. ANALYSIS OF THE FORMATION-OF-AN-ETHICAL-PROFESSIONALIDENTITY LEARNING OUTCOMES THAT LAW SCHOOLS HAVE ADOPTED
AS OF OCTOBER 2016

All 205 ABA-accredited law schools are in the process of establishing
learning outcomes that, as required by Standard 302(c), "shall, at a minimum, include competency in the ... [e]xercise of proper professional and
ethical responsibilities to clients and the legal system . ..." While learning outcomes must be in place by the end of the 2017-2018 academic year,
ABA accreditation site teams visiting schools in the 2016-2017 academic
year will be reporting on the progress a law school is making in establishing learning outcomes. 6
As of January 20, 2017, 70 out of the 205 ABA-accredited law schools
had posted learning outcomes on the school's website.7 Of these seventy
law schools, twenty-one have adopted essentially the minimum Standard
302(c) learning outcome that students will be competent in "the exercise
of proper professional and ethical responsibilities to clients and the legal

5. ABA SEC. LEGAL EDUC. & ADMISSIONS TO THE BAR, MANAGING

DIRECTOR'S

GUID-

ANCE MEMORANDUM 2015), http://www.americanbar.org/content/dam/abaladminstrative/legal-education andadmissionstothe-bar/governancgovernance/2015_learningout
comes-guidance.authcheckdam.pdf. "Learning outcomes must consist of clear and concise
statements of knowledge that students are expected to acquire, skills students are expected
to develop, and values that they are expected to understand and integrate into their professional lives." Id. at 4.
6. Id. at 6. "Learning outcomes for the school's overall program of legal education
must appear in those places on its website and in its publications where the law school
describes its mission and its curriculum." Id. at 4.
7. See Appendix A.
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system,"8 while forty-nine have adopted learning outcomes that go beyond the minimum of Standard 302(c) and further define "professional
and ethical responsibilities to clients and the legal system" to include
"values that students are expected to understand and integrate into their
9
professional lives." These data are all included in Appendix A.
Of the forty-nine law schools:
1. Thirty-one have a learning outcome that includes competency in
understanding the value of providing pro bono legal services to the disadvantaged;
2. Twenty-six law schools have adopted a version of a learning outcome that includes the competency of demonstrating understanding and
integration of pro-active self-evaluation and professional development toward excellence at the competencies needed to serve clients and the legal
0
system (self-directed learning);'
3. Twenty-six law schools have adopted a version of a learning outcome that includes the competency of professionalism, high or the highest
ethical standards, a personal code of ethics, or the internalization of values grounded in morality or faith;
4. Twenty-four law schools include the competency of teamwork/effective collaboration;
5. Twenty-three include a learning outcome that students develop
self-awareness and cross-cultural competency to work with those of diverse backgrounds;
6. Thirteen law schools include integrity/honesty in professional life;
7. Nine include the competency of judgment;
8. Nine include the competency of improving the profession/legal system;
9. Seven include the competency of active listening; and
10. Six include the competency of leadership.
It is possible to synthesize two major themes from the forty-nine law
schools that have adopted learning outcomes stating values beyond the
minimum required by ABA Standard 302(c). A first clear theme is that
the meaning of the competency of "the [e]xercise of proper professional

8. 2016-2017 ABA STANDARDS AND RULES at Standard 302(c). Note that this Standard 302(c) language is ambiguous whether these "professional and ethical responsibilities
to clients and the legal system" require more than competency in meeting the minimum
standards of the law of lawyering.
9. Managing Director's Guidance Memorandum, supra note 5, at 4. The number of
schools with these various learning outcomes exceeds 53 because several schools have
learning outcomes which address more than one of these aspects of professional formation.
10. Note that the Interpretation 302-1 for ABA Standard 302 includes "self-evaluation"
as one of the "other professional skills" that a law school faculty may include in its learning
outcomes. 2016-2017 ABA STANDARDS AND RULES at Interpretation 302-1.
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and ethical responsibilities to clients and the legal system"" can be further defined by asking students to demonstrate understanding and integration of responsibility for continually self-evaluating the student's own
professional development (self-directed learning) toward excellence at
the competencies needed to serve clients and the legal system.
A second theme flows from observing that the meaning of the competency of "the exercise of proper professional and ethical responsibilities
to clients and the legal system" can be further clarified by asking students to demonstrate understanding and integrating values and skills
such as the following:
(1) pro bono service to the disadvantaged;
(2) self-awareness and cross-cultural competency;
(3) professionalism, high ethical standards, an ethical professional
identity, moral core, and personal code of ethics;
(4) teamwork and effective collaboration;
(5) strong client relationship skills including active listening;
(6) integrity and honesty;
(7) respect for others; and
(8) initiative, strong work ethic, and diligence.
Stepping back from the values and skills numbered 1-8 above, we can
see that they are relational in nature, and build on the relational values
and skills that the student brought to law school. The second clear theme
is that law schools adopting learning outcomes like the values and skills
numbered 1-8 above are essentially asking each student to demonstrate
continuing growth over time from high short-term self-interest and low
responsibility to others that would most likely have been the case earlier
in life toward an internalized deep responsibility and service to clients
and the legal system. The values and skills numbered 1-8 above build on
and flow from an internalized deep responsibility and service to others
that is applied specifically to clients and the legal system.
III. A BRIEF SUMMARY OF THE RESEARCH ON THE PRINCIPLES TO GUIDE
CURRICULAR DESIGN TO FOSTER STUDENT DEVELOPMENT TOWARD
PROFESSIONAL-FORMATION LEARNING OUTCOMES

A. Twelve General Principles to Guide CurricularDesign of Formative
Assessments on ProfessionalFormation
A number of general principles to guide curricular design to foster student development toward professional-formation learning outcomes
emerge from a recent analysis of empirical research on these principles

11. ManagingDirector'sGuidance Memorandum, supra note 5, at 1.

692

MERCER LAW REVIEW

[Vol. 68

from four perspectives. 12 These perspectives include the following: a synthesis of the five Carnegie Foundation for the Advancement of Teaching
Studies of higher education for the professions, a synthesis of the empirical studies on effective curriculum coming out of the research on the
Four Component Model in moral psychology, a synthesis of principles
from How Learning Works: Seven Research-Based Principlesfor Smart
Teaching,13 and a synthesis of what medical education has learned about
the most effective professional-formation curriculum.14 A comparison of
all four research perspectives indicates agreement among them that an
effective professional-formation curriculum should include the principles
in Table 1 below.
General Agreement That An Effective ProfessionalFormation Curriculum Should:
1. take into account that students are at different developmental
stages of growth and engage each student at the student's present developmental stage;
2. provide repeated opportunities for reflection on the responsibilities
15
of the profession and reflective self-assessment in general;
3. emphasize experiential learning, feedback on the student's performance, and reflection; and
4. emphasize coaching.16
Table 1:

12. Neil Hamilton & Jerome M. Organ, Thirty Reflection Questions to Help Each Student Find Meaningful Employment and Develop an Integrated ProfessionalIdentity (Professional Formation), 83 TENN. L. REV. 843, 874 (2016).
13. SUSAN A. AMBROSE ET AL., How LEARNING WORKS: SEVEN RESEARCH-BASED
PRINCIPLES FOR SMART TEACHING (2010).

14. Hamilton & Organ, supra note 12, at 868-71.
15. The habit of self-assessment and reflection is foundational for students and practicing lawyers to identify areas for further professional development and become effective
career-long learners. Sami Shaban et al., FactorsInfluencing Medical Students' Self-Assessment of Examination Performance Accuracy: A United Arab Emirates Study, 29 EDUC.
HEALTH 75, 75-76 (2016).
16. "A coach is generally understood to mean a senior professional who guides a student by [asking] the student [questions] about issues [important to] the work, helping the
student to identify goals, creating a plan to achieve the goals, and providing constructive
feedback." Neil W. Hamilton et al., EncouragingEach Student's PersonalResponsibilityfor
Core Competencies Including Professionalism, 21 PROF. LAw. 1, 12 (2012). A mentor is a
professional who has a relationship with the student and is someone from whom the student can seek advice. "In general, a mentor gives advice when asked, and a coach proactively asks questions." Id.
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In addition, one of the four research perspectives suggests that an effective professional-formation curriculum should include the principles
in Table 2 below.
Table 2: An Effective Professional-Formation Curriculum
Should Also Include the Following:
5. provide experiences that create cognitive dissonance and optimal
conflict with the student's current developmental stage on either of the
professional-formation learning outcomes;
6. provide instruction that helps the student understand how new
knowledge and skills are building on the student's prior knowledge and
competencies (the student's existing narrative);
7. provide instruction that helps each student understand how the professional-formation curriculum is helping the student achieve his or her
goals; and
8. give effective feedback that tells each student where the student is
developmentally relative to the stated learning outcome and what specifically the student needs to do to improve in order to make progress toward later stages of development.
One additional principle to guide curricular design on professional-formation learning outcomes is unique to legal education. There is growing
empirical evidence that legal education's paradigm for professional success tends to undermine the well-being of many students.1 7 For many
students, legal education's reward system's emphasis on ranking, competitive achievement, status credentials, and money tends to undermine
the key intrinsic values that contribute to a student's or lawyer's wellbeing such as the following: self-understanding, growth, intimacy with
others, helping others, and being in/building community. 18 This growing
body of research on the negative impact of legal education on well-being
for many students leads to a ninth principle for how an effective professional-formation curriculum should be designed.
9. consider carefully the impact of the curricular design, including
formative assessment, on student well-being.

17. See Lawrence Kreiger & Kennon Sheldon, What Makes Lawyers Happy?:A DataDriven Prescription to Redefine Professional Success, 83 GEO. WASH. L. REV. 554, 566-68
(2015); Lawrence Krieger, The Most Ethical of People, The Least Ethical of People: Proposing Self-Determination Theory to Measure Professional CharacterFormation, 8 U. ST.
THOMAS L.J. 168, 184-86 (2011).
18. See Krieger & Sheldon, supra note 17, at 566-68; Krieger, supra note 17, at 184-86.
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With respect to curricular design of formative professional-formation
assessments in particular, we need to add the three additional important
principles set forth in Table 3 to evaluate the effectiveness of an off-theshelf formative assessment.
Table 3: Effective Formative Assessments on ProfessionalFormation Learning Outcomes Should Also:
20
19
10. consider carefully the validity and reliability of the assessment
while realizing that validity and reliability are of highest concern if the
test is a high-stakes norm-referenced assessment, of significant concern
if the test measures complex cognitive constructs, and of more moderate
concern if the test is fostering interpersonal and communication abilities
2
and self-reflection; 1
11. consider carefully that formative self-assessments are particularly
challenging because many people, particularly poor performers in comparison with their peers, are not particularly accurate at self-assessment
and tend to have a higher impression of their knowledge and skills than
reality; 22 and

&

19. Although people tend to talk about an assessment tool or measure as "validated,"
and many commercially available tests or measures claim to be validated, validity is instead an ongoing process. Validity is not a characteristic of a test or a measure but a characteristic of the data. Construct validity explores whether a test is measuring what it claims
to measure. Content validity explores what subject-matter experts view as important or
valid within a test or assessment. Predictive validity looks at how well scores on a test
predicted some type of outcome, such as whether LSAT scores predict class grade rank at
the end of law school. Through replication of studies, validity accrues. Neil Hamilton
Verna Monson, Legal Education's Ethical Challenge:EmpiricalResearch on How Most Effectively to Foster Each Student's Professional Formation (Professionalism), 9 U. ST.
THOMAs L.J. 325, 386-87 (2011).
20. Reliability contributes to the overall validity of a test or measure. Reliability is
estimated by looking at how similar items on a survey or measure correlate or how different
versions of a test or measure given at the same time or some weeks or months apart correlate. If researchers are coding narrative data or rating responses using a scale, reliability
between coders can be calculated. The widely-accepted definition of sufficient reliability of
a test or measure is a number with a coefficient of approximately .80. Reliability is increased by controlling conditions in which students are given the assessment, limiting the
length of the interview or survey to avoid fatigue and distraction, and training raters or
coders. Id.
21. Id. at 387.
22. See Joyce Ehrlinger et al., Why the Unskilled Are Unaware: Further Explorations
of (Absent) Self-Insight Among the Incompetent, 105 ORGAN. BEHAv. HuM. DECIS. PROCESS
98 (Jan. 2008) ("People are typically overly optimistic when evaluating the quality of their
performance on social and intellectual tasks. In particular, poor performers grossly overestimate their performances because their incompetenc[ies] deprive them of the skills needed
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12. consider, in a time of scarce resources, how to minimize the total
cost of the assessment in terms of (1) student time, (2) instructor time,
and (3) out-of-pocket costs to purchase the assessment and any expert
debrief an assessment may require.
B. Analyzing How the Twelve Principles Can Inform CurricularDesign
of Effective FormativeAssessments in the 1L Curriculum
The first principle above in Table 1-that a professional-formation curriculum including formative assessments should take into account that
students are at different developmental stages and engage each student
at the student's present developmental stage-is the most foundational
principle to guide curricular design. Since this Article focuses on guiding
curricular design for a learning outcome that each student should demonstrate understanding and integration of responsibility for continually
self-evaluating the student's own professional development toward excellence at the competencies needed to serve clients and the legal system,
this first principle means that the faculty at each school needs to assess
where the students are developmentally with respect to this learning outcome. The data discussed below indicate that approximately 50% of the
1L students are self-assessing at an early stage of self-directed learning.
1. Data on Law Students' Developmental Stages with Respect
to Self-Directed Learning 23
The concept of "self-directed learning" is critical to understand the developmental stages students go through to achieve a learning outcome of
demonstrating understanding and integration of pro-active professional
development toward excellence at all the competencies needed to serve
clients and the legal system well. Self-directed learning has been defined
as "a process in which individuals take the initiative, with or without the
help of others, in diagnosing their learning needs, formulating learning
goals, identifying human and material resources for learning, choosing
and implementing appropriate learning strategies, and evaluating learning outcomes." 24
to recognize their deficits."); Susan Zvacek et al., Accuracy of Self-Assessment Among Graduate Students in Mechanical Engineering, PROCEEDINGS OF 2015 INT'L CONF. ON
INTERACTIVE COLLABORATIVE LEARNING 1, 3 (Sept. 20-24, 2015) (confirming the Dunning-

Kruger effect that low-performing students tend to overestimate their abilities and highperforming students tend to underestimate theirs).
23. The next four paragraphs and Tables 4 and 5 are taken from Hamilton & Organ,
supranote 12, at 856.
24.

MALCOLM S. KNOWLES, SELF-DIRECTED LEARNING: A GUIDE FOR LEARNERS AND

TEACHERS 18 (1975); see also Michael Hunter Schwartz, Teaching Law Students to be SelfRegulated Learners, 2003 MICH. ST. DCL L. REV. 447 (2003).
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"It is widely accepted that self-directed learning . . . promotes adult
learning success in both academia . . . and practice [work]." 25
Table 4 shows the stages of student development of self-directed learning.
Table 4: Stages of Self-Directed Learning2 6
Dependent
Stage

Interested
Stage

Involved
Stage

SelfDirected

Student Characteristics
-Assumes passive role with respect to professional self- development
-Lacks interest in developing competencies except minimum
required by external authority
-Does not generally want or seek feedback into strengths and
weaknesses
-May react negatively to such feedback
-Depends on external authority for explicit direction and validation
-Can see self-interest in professional self-development
-May recognize weaknesses, but motivation to improve is principally
externalized
-Responds reasonably to questions and feedback on strengths and
weaknesses
-Is willing to engage mentors/coaches in goal-setting and
implementation strategies
-Shows some initiative and persistence to learn competencies
-Is committed to professional self-development
-Identifies strengths and weaknesses in development of competencies
-Responds positively to and reflects on feedback concerning strengths
and weaknesses and how to improve
-Seeks insight from mentors and coaches in goal-setting and
implementation
-Is internalizing motivation to learn new knowledge and skills
continuously
-Is internalizing standard of excellence at all competencies
-Shows substantial persistence in learning competencies
-Is intrinsically motivated to professional self-development an
learningnew knowledge and skills over a career
-Actively identifies both strengths and weaknesses in development and
sets goals and creates and executes implementation plans
-Proactively develops mentor and coach relationships and
proactively seeks help and feedback from mentors and coaches
-Reflects on feedback and responds to feedback appropriately
-Knows when and how to seek help
-Actively seeks challenges
I -Has internalized standard of excellence at all competencies

25. Stefanie L. Boyer et al., The ModeratingEffect of the Self-Directed LearningMeasurement Tool: A User's Guide, 10 INT'L J. SELF-DIRECTED LEARNING 21 (2013). Research in
multiple science domains indicates that teaching students to self-monitor improves students' learning. See, e.g., AMBROSE ET AL., supra note 13, at 198.
26. Adapted from Gerald 0. Grow, Teaching Learners to be Self-Directed, 41 ADULT
EDUC. Q. 125, 129 (1991). See Neil Hamilton, A ProfessionalFormation/ProfessionalChallenge: Many Students Need Help With Self-Directed Learning, 27 REGENT U. L. REV. 225,
231-32 (2015).
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Table 5 presents the self-reported, self-directed learning ratings of
new first-year students from four different law schools and shows that
48.1% of first-year students surveyed fell within the first two stages of
self-directed learning. 27 Note that at the beginning of the 2015 spring semester, the University of St. Thomas School of Law first-year students
had similar results, with 54.4% self-assessing at one of the two earlier
stages. 28

Table 5: Self-Reported Ratings of 1Ls at the Beginning of
Law School on Their Stage of Self-Directed Learning (4 Law
Schools)

144
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140
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.4 120 ........... ..
C

*~100....
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-0 60
E
Z 40 -------------

20

0

4

14
De

Dependent Stage Interested Stage

Involved Stage

Self-Directed
Stage

There is a self-report bias in this type of research because, "[i]n general, research participants want to respond in a way that makes them
look as good as possible[;]" 29 they want to respond in ways they consider
27. Professors in required first-year courses at four law schools (including one large
law school in the West, one medium-size law school in the South, one in the far West, and
one small law school in the Southeast) participated in this survey with their students at
the start of the fall semester. The response rate was almost 100%.
28. See Neil Hamilton, ProfessionalFormation with Emerging Adult Law Students in
the 21-29 Age Group, J. PROF. LAW. 125, 133 (2015).
29. See Stewart I. Donaldson & Elisa J. Grant-Vallone, UnderstandingSelf-Report
Bias in OrganizationalBehaviorResearch, 17 J. Bus. & PSYCHOL. 245, 247 (2002).
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"socially desirable."30 A respondent may also fear that true and accurate
responses may cause her to be disadvantaged in some way. 31 If we assume some social-desirability bias here, these data understate the true
proportion of students at earlier stages of development on self-directed
learning.
These survey data indicate that half or more of 1L students are at
early stages with respect to a learning outcome that each student should
demonstrate understanding and integration of responsibility for continually self-evaluating the student's own professional development toward
excellence. Since these early-stage students by definition are more passive and less likely to take advantage of elective engagements, faculty
and staff need to act as co-educators on a required curriculum to address
this learning outcome.
2. Effective Curricular Design for the 1L Students on a
Learning Outcome That Each Student Should Demonstrate
Understanding and Integration of Responsibility for Continually
Self-Evaluating the Student's Own Professional Development
toward Excellence at the Competencies Needed to Serve Clients
and the Legal System
a. Off-The-ShelfFormative Assessment Early in the FirstSemester of the IL Year
A faculty adopting a version of a learning outcome that each student
should demonstrate understanding and integration of responsibility for
continually self-evaluating the student's own professional development
toward excellence at the competencies needed to serve clients and the
legal system will want to assess early in the 1L year where the students
are developmentally with respect to this learning outcome. This is Principle 1 above; take into account that students are at different developmental stages of growth and engage each student at the student's present
developmental stage. This assessment should help each student understand the student's current stage of development on this learning outcome and the later stages toward which the student wants to grow. At
the same time, the faculty and staff should explain the foundational importance of this learning outcome and competency to help each student
achieve his or her goal of meaningful post-graduation employment (Principle 7 above). The faculty and staff should also explain how the curriculum over three years will help each student to develop toward later stages
of this foundational competency. An early formative assessment of each

30. Id.
31. Id.
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student's developmental stage of self-directed learning also sends a message that the faculty considers this competency very important. Given
the importance in the first semester of focusing the 1L student on the
cognitive "thinking like a lawyer" analytical competency, a self-directed
learning assessment may be all the first semester IL students should be
asked to do.
b. Off-the-Shelf FormativeAssessments in the Spring Semester of the JL Year
In addition to Principle 1 above, several of the other principles discussed above will be important in curricular design of formative assessments for students in the second semester of the 1L year that engage the
earlier-stage students where they are developmentally. Principle 9---consider carefully the impact of the curricular design, including formative
assessment, on student well-being-and Principle 7-provide instruction
that helps each student understand how the professional-formation curriculum is helping the student achieve his or her goals-are particularly
relevant for spring semester 1L students who have not done as well as
they hoped regarding grades and class rank. Many of these students are
demoralized.
With respect to Principle 7-help each student understand how the
professional-formation curriculum is helping the student achieve his or
her goals-we know that the vast majority of law students have a postgraduation goal of passing the bar and meaningful employment. For example, in August 2015, the author asked fall semester second-year students in a required Professional Responsibility class, "What are the professional goals you would like to achieve by six months after graduation?"
The most frequently reported goal was "meaningful employment" (fiftynine out of sixty). 32 But the data from Table 5 above indicates that many

students do not know how to use their time in law school to effectively
achieve their goal.
Putting Principles 1, 7, and 9 together in analyzing the most effective
off-the-shelf formative assessments for the spring semester of the 1L year
indicates that the faculty should select assessments that both have the
clearest connection to the students' goal of meaningful employment and
help each student understand that, even if her grades were not at the top
of the class, she has a narrative of strengths and competencies that legal
employers and clients want. Principle 6-the curriculum should help the
student understand how new knowledge and skills are building on the

32. An article being presented on Feb. 17, 2017 will have similar data from four other
law schools. Benjamin Madison & Natt Gantt, Motivating Law Students to Become SelfDirectedLearners:An Analysis of the Connection Between Self-Directed Learningand Law
Student Goals, 13 U. ST. THOMAS L.J. (forthcoming 2017).
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student's prior knowledge and competencies (the student's existing narrative)-is also important here.
Note that while there is limited research on job applicants' reactions
to specific assessment methods, there is some research indicating that
job applicants react most favorably to assessment methods that are perceived as relevant to the job where there is an opportunity actually to
perform and demonstrate job-relevant competencies and to get feedback. 33 Similarly, law students should react most favorably to formative
assessments that are perceived as relevant to meaningful employment,
especially if the student can perform and demonstrate an employmentrelated competency and get feedback.
Thus, the faculty and staff, especially through coaching (Principle 4),
can help each student understand how the formative assessments the
faculty is requiring in the second semester of the 1L year are themselves
evidence of important competencies that legal employers want. These
competencies legal employers want include the following: initiative, a
commitment to professional development toward excellence, and the
habit of seeking feedback and being responsive to feedback. 34 Faculty and
staff who are coaching 1L students can also ask stage appropriate questions to create cognitive dissonance (Principle 5 above) that fosters student reflection (Principle 2 above) about the student's current developmental stage on this learning outcome and how to grow to the next stage.
The faculty and staff can help each student formulate specific steps to
make progress toward later stages of development on this learning outcome (Principle 8).
C. Analyzing How the Twelve PrinciplesCan Inform CurricularDesign
of Effective FormativeAssessments in the 2L and 3L Curriculum
Following Principle 1-take into account that students are at different
developmental stages of growth and engage each student at the student's
present developmental stage-the 2L and 3L curriculum should help
each student build on the growth in the 1L year to move toward later
stages of demonstrating understanding and integration of responsibility
for continually self-evaluating the student's own professional development (self-directed learning) toward excellence at the competencies

33. See ELAINE PULAKOS, SELECTION ASSESSMENT METHODS: A GUIDE TO
IMPLEMENTING FORMAL ASSESSMENT TO BUILD A HIGH-QUALITY WORKFORCE 27 (2005).

34. Neil Hamilton, ChangingMarkets Create Opportunities:Emphasizing the Competencies Legal Employers Use in Hiring New Lawyers (Including Professional Formation/Professionalism),65 S.C. L. REV. 547, 572-77 (2014).
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needed to serve clients and the legal system. The key additional principles to emphasize with respect to off-the-shelf formative assessments in
the 2L and 3L years are the following:
-Principle 2 - provide repeated opportunities for reflection on the responsibilities of the profession and reflective self-assessment in general;
-Principle 3 - emphasize that experiential learning, feedback on the
student's performance, and reflection are very effective, especially when
combined with Principle 11-consider carefully that formative self-assessments are particularly challenging in terms of each person's positive
bias regarding self-so that through experiential learning and coaching
the student receives feedback from the instructor and, where possible,
360 degree feedback.
-Principle 4 - provide effective coaching-especially to create appropriate cognitive dissonance for the student's current stage of development as emphasized by;
- Principle 5 - provide experiences that create cognitive dissonance/optimal conflict with the student's current developmental stage-and to
help the student with effective feedback that tells each student where the
student is developmentally relative to the stated learning outcome, and
what specifically the student needs to do to improve in order to make
progress toward later stages of development (as stated in Principle 8).
Coaching can also help the student understand Principle 6-how new
knowledge and skills are building on the student's prior knowledge and
competencies to create a stronger narrative helpful to the student's goal
of meaningful employment (Principle 7).
IV. AN ANALYSIS OF OFF-THE-SHELF FORMATIVE ASSESSMENTS THAT
PROVIDE MEANINGFUL FEEDBACK ON A LEARNING OUTCOME THAT EACH
STUDENT SHOULD DEMONSTRATE UNDERSTANDING AND INTEGRATION OF
RESPONSIBILITY FOR CONTINUALLY SELF-EVALUATING THE STUDENT'S
OWN PROFESSIONAL DEVELOPMENT TOWARD EXCELLENCE. 35

A. Off-the-Shelf FormativeAssessments that Are Most Effective to Meet
the Criteriafor Effective CurricularDesign for the IL Year
1. Off-the-Shelf Formative Assessment Most Effective for Early
in the Fall Semester of the IL Year

35. James Dohnalek was my research assistant who applied my analytical framework
in taking the off-the-shelf assessments discussed in this section. He then reported on the
degree to which each assessment met the criteria in my framework. I am very grateful for
his memoranda on each assessment tool that is incorporated here.
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Self-Directed Learning Readiness Scale (SDLRS)3 6
The SDRLS meets the criteria discussed earlier in Section IV.B.2.a. regarding off-the-shelf formative assessments early in the first semester of
the 1L year.
a. What Does This Assessment Do? What is it Assessing?
The Self-Directed Learning Readiness Scale (SDLRS), also known as
the Learning Preference Assessment (LPA), "is a self-report instrument
that was developed by Dr. Lucy M. Guglielmino to measure the complex
of attitudes, abilities, and characteristics that comprise readiness to engage in self-directed learning."37 The test operates under the theory that
self-directed learning exists in everyone to some degree, and self-directed
learning can take place in a wide variety of situations and environments.
Dr. Lucy M. Guglielmino states that "it is the personal characteristics
of the learner-including his [or her] attitudes, his [or her] values, and his
[or her] abilities-which ultimately determine whether self-directed
learning will take place in a given learning situation." 38 Thus, "[t]he selfdirected learner more often chooses or influences the learning objectives,
activities, resources, priorities, and levels of energy expenditure than
does the other-directed learner."3 9
Put simply, this assessment tool measures the student's self-directing
learning on a continuum. The SDLRS does this by listing statements
about the user's behavior, beliefs, and expectations, generally dealing
with the user's initiative and learning. An example statement is, "It takes
me a while to get started on new projects." 40 The user then responds to
each statement by stating the extent to which they agree or disagree with
each statement
Once the user is finished answering the questions, a report is sent to
the user listing their SDLRS score, which "indicates [the user's] current
level of readiness for self-directed learning." 41 Users with a high SDLRS
score "usually prefer to determine their learning needs and plan and implement their own learning." 42 Users with an average SDLRS score "are
more likely to be successful in more independent situations, but are not

36.
2016).
37.
38.
39.
40.
41.
42.

GUGLIELMINO & AssoCIATES, LLC, http://www.lpasdlrs.com/ (last visited Dec. 9,
Id.
Id.
Id.

Id.
Id.
Id.
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fully comfortable with handling the entire process of identifying their
learning needs and planning and implementing the learning."4 3 Users
with a low SDLRS score "usually prefer very structured learning options
such as lecture and traditional classroom settings." 44 However, Dr. Lucy
M. Guglielmino emphasizes that "levels of self-directed learning readiness can be raised through appropriate educational interventions."4 5 The
test itself does not instruct the user on how the user can improve his or
her self-directed learning.
Faculty and staff would have to explain the importance of growing to a
later stage of self-directed learning to achieve the student's goal of meaningful employment. They can explain how the curriculum will help each
student to develop toward later stages of this foundational competency.
b. Is It Widely Used? If So, by Whom? For What?
This tool has been used by over 500 major organizations around the
world and "[m]ore than 70,000 adults and 5,000 children have taken the
[assessment.]" 46 One researcher found that, between 1977 and 1987, it
was the most commonly used out of the sixty-seven self-directed learning
tools he studied. 47
c. Student Time Required?
This assessment takes about thirty minutes to complete.
d. Cost?
As of 2015, one SDLRS test for an adult costs $6.95. However, when
purchasing between two and 100 tests, the cost for each test drops to
$4.95.48
e. Validity and Reliability?
Overall, this assessment has a strong reputation for validity and reliability. The tool has been tested for reliability many times, and most studies place the reliability coefficient between .72 and .96. Another study
found the test-retest reliability coefficients to be .82 and .79.49
43. Id.
44. Id.
45. Id.
46. Id.
47. Id.
48. GUGLIELMINO & AsSOCIATEs, LLC, http://www.lpasdlrs.com/main.php#order (last
visited Dec. 9, 2016).
49. Paul J. Guglielmino & Lucy Madsen Guglielmino, Culture, Self-Directed Learning
Readiness, and Per Capita Income in Five Countries, 71 SAM ADVANCED MGMT. J. (2006)
(citing P. Finestone, A Construct Validation of the Self-Directed Learning Readiness Scale
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The SDLRS has had some negative reviews regarding its validity and
reliability.5 0 However, the negative reviews of the SDLRS are overshadowed by the number of positive reviews. 51
In 2000, Brian Delahaye and Sarojni Choy conducted the most recent
comprehensive review of SDLRS. The study stated, "extensive support
for the [SDLRS] in the literature as an accurate and useful instrument
for measuring readiness for self-directed learning." 52 The report also responded to some of the negative reviews, stating, "While bearing [some]
cautions in mind, the [SDLRS] can be used with acceptable confidence to
provide an accurate measurement of readiness for self-directed learning."5 3
2. Off-the-Shelf Formative Assessments Most Effective in the
Spring Semester of the 1L Year
Several off-the-shelf formative assessments meet the criteria discussed
earlier in Section IV.B.2.b. above. Strengths Finder 2.0 focuses on Principles 1, 9 and 6 above.

DISSERTATION ABSTRACTS INT'L 5A (1984); K.
Wiley, Effects of a Self-Directed Learning Project and Preferencefor Structure on Self-Directed Learning Readiness of Baccalaureate Nursing Students, 43 DISSERTATION
ABSTRACTS INT'L 1A (1981)).
50. Ralph G. Brockett, Life Satisfactionand LearnerSelf-Direction: Enhancing Quality
of Life Duringthe Later Years, 13 EDUC. GERONTOLOGY 225, 225-37 (1987); Lawrence Field,
An Investigation into the Structure, Validity, and Reliability of Guglielmino's Self-Directed
LearningReadiness Scale, 39 ADULT EDUC. Q. 125, 125-39 (1989).
51. See Brian L. Delahaye & Heather E. Smith, The Validity of the LearningPreference
Assessment, 45 ADULT EDUC. Q. 159 (1995); Richard E. Durr, An Examinationof Readiness
for Self-Directed Learning and Selected Personnel Variables at a Large Midwestern Electronics Development and Manufacturing Corporation, 53 DISSERTATION ABSTRACTS INT'L
1825 (1992); Finestone, supra note 49; E.A. Graeve, Patternsof Self-Directed Learning of
Registered Nurses, 48 DISSERTATION ABSTRACTS INT'L 820 (1987); A.J. Hassan, An Investigation of the LearningProjectsof Adults of High and Low Readiness for Self-Directed Learning Readiness Scale, 42 DISSERTATION ABSTRACTS INT'L 3838A-3839A (1981); Huey B. Long
& Stephen K. Agyekum, Teacher Ratings in the Validation of Guglielmino s Self-Directed
Learning Readiness Scale, 13 HIGHER EDUC. 709-15 (1984); Sandra L. McCune & Lucy M.
Guglielmino, Validity Generalization of the Self-Directed Learning Readiness Scale, in
HUEY B. LONG & ASSOCIATES, SELF-DIRECTED LEARNING: CONSENSUS AND CONFLICT 14754 (1991); J.W. Russell, Learner Preferencefor Structure, Self-Directed LearningReadiness

with Labour Education Participants, 46

and InstructionalMethods, 49 DISSERTATION ABSTRACTS

INT'L

1689 (1988).

52. Brian Delahaye & Sarojni Choy, The Learning Preference Assessment, in
COMMISSIONED REVIEWS OF 250 PSYCHOLOGICAL TESTS 859 (John Maltby et al. eds., 2000).
53. Id.
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a. What Does this Assessment Do? What is it Assessing?
In the 1990s, the Gallup Organization and noted professor Donald Clifton set out to create a tool to identify talents "that could be enhanced and
used to pursue positive outcomes in work and school." 54 Clifton believed
that talents, when combined with knowledge and skills, could develop
into a strength, which Clifton defined as the ability to "consistently provide near-perfect performance in a specific task."5 5 Clifton conducted

many interviews to understand what factors led to positive outcomes in
work and academics. Using this information, Clifton and Gallup were
able to create Strengths Finder "an objective measure of personal talent[.]" 56 Strengths Finder was released in 1999 and has been revised several times.
[Strengths Finder] is an online measure of personal talent that identifies areas where an individual's greatest potential for building
strengths exists. By identifying one's top themes of talent, the [tool]
provides a starting point in the identification of specific personal talents, and the related supporting materials help individuals discover
how to build upon their talents to develop strengths within their roles.
The primary application of the [tool] is as an evaluation that initiates
a strengths-based development process in work and academic settings.57

Strengths Finder defines a strength as a "mastery created when one's
most powerful talents are refined with practice and combined with acquired relevant skills and knowledge."58 Thus, Strengths Finder is not
measuring strengths, but rather talents with the greatest potential for
serving as foundations for strengths.5 9
When using the Strengths Finder online tool, the user is presented
with 177 items that they must respond to.6 0 Each possible response to an
item corresponds with a theme (some statements are linked to more than
one theme), which is described as "a category of talents, which are defined
as recurring and consistent patterns of thought, feeling, or behavior." 61

54. Jim Asplund et al., The Clifton StrengthsFinder2.0 Technical Report: Development
and Report, GALLUP ORG. 6 (2007), https://strengths.gallup.com/private/Resources/CSF
TechnicalReport031005.pdf [hereinafter Technical Report].
55. Id. at 7.
56. Id. at 6.
57. Id. at 2.
58. Id. at 6.
59. Id.
60. Id. at 3.
61. Id. at 4.
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Strengths Finder contains thirty-four themes. After using the online tool,
62
the user is presented with the five themes that they scored highest in.
Once the user has completed the online evaluation, they are provided
with a set of developmental suggestions tailored to the user's strengths
63
"to help .. . integrate [his or] her talents to a more informed view of self."
This developmental process encourages the user to build strengths by obtaining knowledge and skills that "complement their greatest talents in
64
application to specific tasks."

The purpose of Strengths Finder is to facilitate personal development
and growth.65 It can be used as both a self-awareness tool and a catalyst
for discussion with friends and co-workers. The underlying belief is that
feedback on talents and strengths encourages one to take advantage of
their greatest talents and apply these talents to new challenges. The
Technical Report states that the psychometric properties of Strengths
66
Finder are more than sufficient to meet this application.
Strengths Finder can be classified as a strength-based development
tool. Studies have shown that strength based development generally creates positive outcomes, such as improving engagement and productivity
in employees. In addition, a workplace that adopts strengths based development creates an atmosphere where workers are allowed to "make
the most of their talents and have more productive work units with less
employee turnover."67 Within college students, a focus on strength-based
development has been shown to increase self-confidence, direction, hope,
and altruism. 66
b. Is it Widely Used? If so, by Whom? For What?
Strengths Finder is widely used by both schools and business employers. As of 2007, more than two million students and employees have used
69
the Strengths Finder tool.

c. Student Time Required?
The time required is about an hour and a half. Thirty minutes to take
the test, plus an additional hour to read the relevant sections of the book.

62.
63.
64.
65.
66.
67.
68.

Id. at 5.
Id. at 11.
Id. at 12.
Id.
Id. at 11-12.
Id. at 23.
Id.

69. Id. at 6.
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d. Cost?
The book can be purchased on Amazon for about $15.70
e. Validity and Reliability?
In 2006, Gallup researchers reviewed Strengths Finder's psychometrics.7 1 In the course of this review, researchers analyzed over one million
cases in several studies. 72 One of the findings of the 2006 review was that
the thirty-four theme structure was validated in adult and student populations. However, the review did find several areas in which Strengths
Finder could be improved upon. Another result of this review was that
the number of items the user must respond to was reduced from 180 to
177.73

Validity can be broken down into two parts: content validity and construct validity. As a whole, research suggests that Strengths Finder is
reasonably strong when it comes to validity, as the tool "seems to measure what it is supposed to measure."7 4
The content coverage measures whether the tool is "inclusive of all aspects of the domain it is measuring." 75 Clifton and Gallup researchers
spent over thirty years "studying the traits that led to optimal functioning in a broad array of areas.. .and across a wide expanse of time"7 6 when
developing this tool. In addition, the tool has been used by over two million people worldwide. Given this, Gallup researchers are confident in
the content coverage of Strengths Finder.77
Because the user's response to a single item may be measuring two
themes, it is difficult to receive an accurate measurement of the construct
validity of Strengths Finder. 78 To work around this, the researchers in
the Technical Report chose to use cluster analysis, which measured how
70. StrengthsFinder2.0, AMAZON, http://www.amazon.com/StrengthsFinder-2-0-TomRathldp/159562015X?ie=UTF8&keywords=strengths%20finder%202.0&qid=1464577532
&ref_ =sr_1_1&s=books&sr=1-1 (last visited Dec. 9, 2016).
71. Psychometrics, WIKIPEDIA, https://en.wikipedia.org/wikilPsychometrics (last updated Dec. 3, 2016) ("Psychometrics is a field of study concerned with the theory and technique of psychological measurement.").
72. Technical Report, supra note 54, at 9.
73. Id.
74. Id. at 16.
75. Id. at 17.
76. Id.
77. Id.
78. Id.
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related each of the items belonging to a specific theme are. The results
showed that most of the themes' items had a high relation to each other,
indicating a high level of validity.79
Two types of reliability are examined: internal consistency8 0 and testretest reliability.8 1 When examining internal consistency, the Technical
Report notes, "Cronbach's alpha is heavily biased by the number of items
in a theme." 82 Overall, the alphas of the themes were very similar between studies conducted in 2008 and 2009. However, obtaining higher
alphas for a tool using thirty-four themes is difficult. Increasing the alpha would remove degrees of freedom in the scale. Because Strengths
Finder measures "broad domains," increasing the alpha at the expense of
the user's freedom of response would effectively defeat the purpose of the
instrument. 83
Strengths Finder's test-retest reliability was also measured in 2008
(test) and 2009 (retest). These two studies showed that the "test-retest
correlations were generally consistent over the varying time intervals." 84
In other words, there was a finding of evidence that indicates stability of
the vast majority of themes from the pre-test to the post-test. There was
only one theme that was not stable: self-assurances. 85
Roadmap: The Law Student's Guide to Preparing and Implementing a Successful Plan for Meaningful Employment
The Roadmap curriculum focuses on Principles 1, 2, 4, 6, 7, 8, 9, and 11
above.
a. What Does this Assessment Do? What.is it Assessing?
The Roadmap curriculum asks each student first to assess the student's strengths and motivating interests in the context of the competencies that legal employers and clients want, and second to create a written

79. Id. at 22.
80. Id. at 12 ("[L]ooking at how well the items designed to measure the same thing
produce the same results. Cronbach's alpha is a commonly used measure of this type of
reliability.").
81. Id. ("This is employed by administering the instrument to the same sample at two
different time periods. It is generally more difficult to acquire these data, as one has to get
the respondent to complete the instrument twice.").
82. Id. at 13.
83. Id. at 14.
84. Jim Asplund et al., The Clifton StrengthsFinder®2.0 Technical Report, GALLUP
(Mar. 2014), availableat http://www.thecliftonfoundation.org/wp-content/uploads/2016/04/
Clifton-StrengthsFinder-Technical-Report-2015.pdf.
85. Id. at 16.
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professional development plan, revised from time to time based on experience and feedback from a coach, that makes most effective use of the
student's time in law school to grow toward meaningful employment to
serve clients and the legal system. The key concept in the Roadmap stepby-step self-assessment process is to help each student understand that
the student's goal of post-graduation meaningful employment is best realized by growing toward later stages with respect to the faculty's learning outcome of demonstrating understanding and integration of responsibility for continually self-evaluating the student's own professional
development (self-directed learning) toward excellence at the competencies needed to serve clients and the legal system. This learning outcome
matches key competencies that legal employers want like initiative, commitment to professional development toward excellence, and a habit of
seeking and being responsive to feedback. Note that one meta-message
of the Roadmap self-assessment process is that both students and practicing lawyers should develop the habit of creating and implementing a
written professional development plan, seeking feedback from veteran
mentors and coaches on the plan, seeking experience to test the professional development plan, and reflecting on the feedback and experience
to revise the professional development plan from time to time going forward. The Roadmap process helps each student use summer between the
1L and 2L years as a critical time to gain experience, both to test a student's top employment options and to build a story of differentiating competencies.
Figure 1 below outlines the Roadmap self-assessment process.
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Figure 1: The Roadmap Self-assessment Process
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Note that the Roadmap builds off the Strengths Finder assessment.
Note also that the Motivating Interests self-assessment used in the
Roadmap is adapted from Yale University's "Individual Development
Planning Self-Assessment Worksheets." 6 This assessment asks the student to reflect on their past work and service experiences and identify
those activities where the student felt a sense of meaning or strong motivation and energy. The assessment also provides the student with an
inventory of various activities and roles that exist in the workplace, allowing the student to further contemplate what he or she finds meaningful and energizing.
Also note that the 360-degree assessment used in the Roadmap is a tool
where a student receives feedback from two people who know the student's work well regarding the student's current strengths and weaknesses with respect to the most important competencies that legal employers and clients want.8 7 The student also does a self-assessment on
the same list of competencies and can compare the student's self-assessment with the assessment of others. The advantage of such a tool is that
the person receives the opinions of others who work close enough to observe the person's performance.88 This is valuable with respect to Principle 11 above.
b. Is it Widely Used? If so, by Whom? For What?
The Roadmap self-assessment was published in 2015, and the whole
Roadmap (or a version of it) is now required for all 1L students at four
law schools, with some 1L sections requiring it at several other law
schools.
c. Student Time Required?
The Roadmap self-assessment, plus a meeting with a coach, requires
five hours of student time and one hour of a coach's time. There is a coaching guide.

86. Individual Development Planning, YALE U., https://your.yale.edu/sites/default
/files/self-assessment-worksheets.pdf (last visited Feb. 2, 2017).
87. One study estimates that 63% of organizations in the United States and Canada
use some kind of 360 assessment for evaluation. Futureof 360 Degree Feedback: New Study
Finds Increased HR Influence, HR BLR, http://hr.blr.com/HR-news/PerformanceTermination/Performance-Employee-Appraisal/Future-of-360-degree-feedback-New-Stu
dy-finds-incr# (last visited Feb. 6, 2017).
88. Benchmarks 360 Assessment Suite, CTR. FOR CREATIVE LEADERSHIP,
http://www.ccl.org[Leadership/assessments/assessment360.aspx (last visited Dec. 9, 2016).
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d. Cost
The Roadmap costs $39.95 on Amazon or ABA Publications, but ABA
Publications will give a group discount.
e. Validity and Reliability
Student self-assessment data indicate strongly that the ROADIVIAP
curriculum does foster student development toward later stages of selfdirected learning.8 9
LawFit90
The LawFit self-assessment focuses on Principles 6 and 7.
a. What does this assessment do? What is it assessing?
Many law students, iLs in particular, do not know how they want to
use their law degree. There are many practice areas in the law, and the
work environment can vary drastically from one job to the next. Furthermore, law students may not understand what their personal values and
motivators are. The Lawfit assessment attempts to solve these issues by
answering the following two questions: (1) "Which legal practice areas
are the best fits for my interests[,] [strengths,] and values?" and (2)
"Which general (non-legal) career fields are the best fits for my interests[,] [strengths,] and values?"9 1
The test assesses the student's strengths, interests, and motivations by
asking the student 235 questions on "a broad array of topics including
individual interests, personality styles and preferred activities."9 2 After
the student has finished the assessment, Lawfit will use "unique and proprietary algorithms [to] analyze [the student's] responses from every
question, and then perform comparison calculations with the criteria for
every legal practice area and general career (non-legal) field" 93 and email
the student a report. 94 The twenty-six page report95 tells the student how

89. Hamilton, ProfessionalFormationwith Emerging, supra note 28, at 143-44.
90. LAWFIT, http://www.lawfit.com/ (last visited Dec. 9, 2016).
91. What is the Lawfit Career Assessment?, LAWFIT, http://www.lawfit.com/legal-care
er-assessment-test (last visited Dec. 9, 2016).
92. The Process and Results, LAWFIT, http://www.lawfit.com/facts-about-assessme
nt/process-and-results (last visited Dec. 9, 2016).
93. Id.
94. Id.
95. The report tells the student the following information: (1) which legal practice areas are the best fits for you; (2) which general career fields (outside the law) are the best
fits for you; (3) insight into your personal motivators and personality styles; and (4) detailed
descriptions of every legal practice and every general career field, and your individual
scores for each. Id.
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well he or she would match with a particular area of law (twenty-five
areas) and which general career areas the student matches well with
(twelve career areas). In addition, the report also tells the student what
their main motivators and values are and what their preferred work environment is.
b. Is it Widely Used? If so, by Whom? For What?
There are currently no data on how widely used Lawfit is. It can be
taken by law students, attorneys, law firms, and those considering law
school.9 6
c. Student Time Required?
This tool takes about forty-five minutes to complete.
d. Cost?
The tool costs $34.
e. Validity and Reliability?
According to the Lawfit website, the tool has been tested and has met
97
the "accepted scientific standards for validity and reliability." The assessment tool was designed "by a team of industrial psychologists, career
counselors and attorneys, the assessment has been thoroughly tested by
control groups and focus groups, and analyzed by psychometric ex98

perts."

B. Off-the-Shelf FormativeAssessments that Are Most Effective to Meet
the Criteriafor Effective CurricularDesign for the 2L and 3L Years
Several off-the-shelf formative assessments meet the criteria discussed
earlier in Section IV.C. above. One major objective with these assessments in the 2L and 3L years is to build on each student's experience and
growth in the IL year, as well as the summer following the 1L year, to
move forward toward later stages of development on the learning outcome that each student should demonstrate understanding and integration of responsibility for continually self-evaluating the student's own
professional development toward excellence at the competencies needed
to serve clients and the legal system. The assessments listed below, in

96. See The Process and Results, LAWFIT, supra note 92.
97. Id.
98. Id.
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particular, will help each student develop a story of continuing self-assessment, self-awareness, and a plan of professional development toward
many of the relational competencies that legal employers and clients
want. These relational competencies include trustworthiness, strong
work and team relationships, dedication and responsiveness to the client,
and good creative problem solving and judgment.9 9
The off-the-shelf assessments below are listed in order of usefulness to
students in terms of each student's story of developing competencies that
legal employers want. Some students are at an early stage of development on both self-directed learning and an internalized deep responsibility to clients and the legal system. That group in particular needs an enlightened self-interest reason for them to understand the usefulness of
the formative assessments to them (Principle 1). Students want postgraduation employment and the assessments below help a student to develop important competencies that legal employers want, such as trustworthiness, persuasive communication skills, dedication and responsiveness to clients, and strong work and team relationships. 100
The off-the-shelf formative assessments discussed below include:
Trust Quotient Assessment
Personal Value Assessment
MBTI, (Myers-Briggs)
DiSC
FIRO-B
Big 5 Personality Traits
Implicit Association Test
Give and Take Assessment
360 Reach
Upward Feedback

Trust Quotient Assessment' 0 1
The first two formative assessments, the Trust Quotient Assessment
and the Personal Value Assessment, emphasize the competencies of
trustworthiness and an internalized responsibility and service to others.

99. Hamilton, ChangingMarkets, supranote 34, at 577; Neil Hamilton, EmpiricalRe-

search on the Core Competencies Needed to Practice Law: What Do Clients, New Lawyers
and Legal Employers Tell Us?, 83 BAR EXAM'R 7 (2014).
100. Hamilton, ChangingMarkets, supranote 34, at 577.
101. TRUSTED ADVISOR, http://trustsuite.trustedadvisor.com/ (last visited Dec. 9, 2016).
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a. What Does this Assessment Do? What is it Assessing?
Trust Advisor has designed this assessment to measure a student's
trustworthiness. In doing so, it uses the "trust equation," which is calculated as: Trustworthiness = (Credibility + Reliability + Intimacy)/SelfOrientation 102
These variables are measured by the user's response to twenty statements dealing with the user's behavior in interacting with others. The
user responds to each statement by saying how often they display that
particular behavior (almost never, rarely, sometimes, often, almost, or
always). After answering the questions the user receives a trustworthiness score and can see where their score falls relative to others who have
taken the test.
This assessment operates under the assumption that it does not take a
significant passage of time to achieve trust. Of the four factors in the
trust equation, Trust Advisors believes only reliability requires repeated
experiences. The other three factors can be created in a moment. 103
b. Is it Widely Used? If so, by Whom? For What?
There is no information regarding how widely used the Trust Quotient
Assessment is. The assessment is generally used by professionals who
must develop relationships with their clients. One of the target audiences
of Trust Advisor is salespeople. Trust Advisor products can be used to
accomplish the following: improve client relationships, increase sales, im04
prove leadership development, and maximize team performance.1
c. Student Time Required?
The Trust Quotient Assessment takes about five minutes to complete.
d. Cost?
This assessment does not cost any money.

102. Does Trust Really Take Time?, TRUSTED ADVISOR, http://trustedadvisor.com/artic
les/does-trust-really-take-time (last visited Dec. 9, 2016) ("Credibility is established not just
in histories, but in symbols, credentials, and insights-and in a firm handshake, a look in
the eye, and a straight answer. Intimacy is established not only by knowledge acquired over
time, but by a knowing nod, a sense of empathy, and a recognition of the personal. Selforientation is not just established through a history of customer-focused behavior, but by
how we conduct ourselves daily, what questions we ask, and whose concerns dominate our
reactions in the moment.").
103. Id.
104. Why Trust Matters, TRUSTED ADVIsoR, http://trustedadvisor.com/why-trust-matt
ers (last visited Dec. 9, 2016).
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e. Validity and Reliability?
There is currently no study on the Trust Quotient Assessment's validity and reliability.
Personal Value Assessment
a. What Does this Assessment Do? What is it Assessing?
The Barrett Values Center (BVA) is an organization that has created
metrics that allow "leaders to measure and manage the cultures of their
organi[z]ations, and the leadership development needs of their managers
and leaders."105 One of the BVA's tools is the Personal Value Assessment.
This test is designed to help the test taker find out what is important to
him or her.106 More specifically, this assessment is designed to help put
the user's values into words.
The user is given a list of values and asked to pick ten of the values
that best reflect who he or she is, not necessarily who the user wants to
be. After selecting their ten values, users are ranked on the "Barrett
Seven Levels of Consciousness Model" on a spectrum of one to seven, from
survival (one) to service (seven). 0 7 These results allow the student to put
their values into words, which is helpful, as often values can be difficult
to articulate. Given this, the goal of this assessment is to help the student
articulate his or her values to others.
b. Is it Widely Used? If so, by Whom? For What?
There is currently no information on how widely used the Personal Valties Assessment is.
c. Student Time Required?
The tool takes about five minutes to complete.
d. Cost?
This tool is free.

105. BARRETT VALUES CTR., https://www.valuescentre.com/about (last visited Dec. 9,
2016).
106. PersonalValues Assessment (PVAS), BARRETT VALUES CTR., http://www.valuescent
re.com/pva/ (last visited Dec. 9, 2016).
107. See The BarrettModel, BARRETT VALUES CTR., https://www.valuescentre.com /mapping-values/barrett-model (last visited Dec. 9, 2016).
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e. Validity and Reliability?
There are currently no reports on the validity and reliability of the Personal Values Assessment.
The next group of off-the-shelf formative assessments focuses on the
relationship skills with clients and teams that legal employers want.
Myers-Briggs Type Indicator
a. What Does this Assessment Do? What is it Assessing?
The Myers-Briggs assessment was developed by Isabel Briggs Myers
and her mother Katharine Cook Briggs. Heavily influenced by Carl
Jung's psychological type theory, the two had set out to develop a tool to
measure human personality types in the 1940s. The tool they developed
was called the Myers-Briggs Type Indicator, or the MBTI.10s The MBTI
assumes that "we all have specific preferences in the way we construe
our experiences, and these preferences underlie our interests, needs, values, and motivation."109
The MBTI lists a set of statements to which the user responds by indicating the extent to which they agree with each statement. The statements generally deal with the user's behaviors, thoughts, and emotions.1 10 The user's responses will reveal the user's preferences, which are
measured on the following four dichotomies:
Extraversion (E) - Introversion (I)
Sensing (S) - Intuition (N)
Thinking (T) - Feeling (F)
Judging (J) - Perceiving (P)
The questions are "constructed to require a person to select from opposite poles on these dichotomies,""' and are known as "forced choice" questions.1 12

108. MBTIBasics, MYERS & BRIGGS FOUND., http://www.myersbriggs.org/my-mbti-personality-type/mbti-basics/ (last visited Dec. 9, 2016); The History of the MBTI Assessment,
OPP, https://www.opp.com/en/tools/MBTI/Myers-Briggs-history (last visited Dec. 9, 2016).
109.

ROBERT M. KAPLAN & DENNIS P. SACCUZZO, PSYCHOLOGICAL TESTING: PRINCIPLES,

&

APPLICATIONS AND ISSUES 499 (7th ed. 2009).
110. See HUMAN METRICS, http://www.humanmetrics.com/cgi-winL/jtypes2.asp (last visited Dec. 9, 2016).
111. Rick Harrington & Donald A Loffredo, MBTI Personality Type and Other Factors
That Relate to Preference for Online Versus Face-to-Face Instruction, THE INTERNET
HIGHER EDUC., Jan. 2010, at 89.
112. About the MBTI Instrument, MBTI TYPE TODAY, http://mbtitoday.org/about-thembti-indicator/creation-of-the-mbti-types/ (last visited Dec. 9, 2016).
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Once the user completes the MBTI, the user's preference for each dichotomy reveals a personality type, which is represented in the form of
four letters. 113 Below is a table showing the sixteen possible personality
type categories into which a user may be placed.
ISTJ
ISTP
ESTP
ESTJ

ISFJ
ISFP
ESFP
ESFJ

INFJ
INFP
ENFP
ENFJ

INTJ
INTP
ENTP
ENTJ

No personality type is better than the others. The goal of the MBTI is
to understand and appreciate the different and unique personality types
of each individual. It is also important to note that the MBTI measures
personality type based on the user's preferences. The MBTI does not
measure the character, ability, or traits of the user.114
The MBTI provides useful information to help the student understand
her own and others' personality types.
b. Is it Widely Used? If so, by Whom? For What?
More than 2.5 million people take the MBTI each year. 115 The MBTI is
commonly used by businesses to assess an employee's personality type.
Eighty-nine of the Fortune 100 companies have used the Myers Briggs
assessment "to maximize individual and team effectiveness from entry to
executive levels."1 1 6 The assessment helps foster awareness which is use-

ful for effective communication in relationships and teamwork.
c. Student Time Required?
An MBTI assessment takes around thirty minutes to complete.
d. Cost?
The cost of an MBTI test varies. The official online MBTI assessment
costs $49.95,117 and can be taken online or in person. There are, however,

many free versions of the test offered online.

-

113. E - Extraversion, I - Introversion, S - Sensing, N - Intuition, T - Thinking, F
Feeling, J - Judging, P - Perceiving
114. MYERS & BRIGGS, supranote 108.
115. Adam Grant, Goodbye to MBTI, the Fad That Won't Die, PSYCHOL. TODAY (2013),
https://www.psychologytoday.com/blog/give-and-take/201309/goodbye-mbti-the-fad-won-tdie.
116. Myers-Briggs Type Indicator (MBTI), CPP, INC., https://www.cpp.com/products/
mbtilindex.aspx (last visited Dec. 9, 2016).
117. MBTI ONLINE, https://www.mbtionline.com/TakeAssessment (last visited Dec. 9,
2016).
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e. Validity and Reliability?
There is conflicting evidence on whether the MBTI is valid and reliable.
Some organizations state that the MBTI scores high in both validity and
reliability.11 8 Others, however, claim the validity and reliability of the
MBTI is low.
Critics of the MBTI's reliability will point to a study that showed that
50% of users who retake the MBTI after a short period of time are classified as a different personality type, which suggests the MBTI produces
inconsistent results.119
Another reliability issue critics point to is the fact that the MBTI uses
an absolute classification scheme, as the four dichotomies lack a middle
ground. For example, the user will be classified as either an introvert (I)
or an extrovert (E). This rigid classification is a problem because most
people will fall somewhere near the middle of these two extremes. Users
with scores that are close together, but on opposite sides of the dichotomy,
will receive polar opposite personality classifications.120
The MBTI's validity has also been called into question by several studies.121

DiSC Classic
a. What Does this Assessment Do? What is it Assessing?
In the 1920s, psychologist William Marston studied how "normal human emotions lead to behavioral differences among groups of people and
how a person's behavior might change over time." 22 He theorized that

118. Reliability and Validity, MYERS & BRIGGS FOUND., http://www.myersbriggs.org/my-mbti-personality-type/mbti-basics/reliability-and-validity.htm (last visited
Dec. 9, 2016); The Reliability and Validity of the Myers-Briggs Type IndicatorInstrument,
CENTER APPLICATIONS PSYCHOL. TYPE, https://www.capt.org/mbti-assessment/reliabilityvalidity.htm (last visited Dec. 9, 2016).
119. R.J. Howes & T.G. Carskadon, Test-Retest Reliabilities of the Myers-Briggs Type
Indicator as a Function of Mood Changes, in 2 RESEARCH IN PSYCHOL. TYPE 67-72 (1979).
120. David J. Pittenger, Measuring the MBTI.. And Coming Up Short, 54 J. CAREER
PLANNING & EMP. 43-52 (1993), available at http://www.indiana.edul-jobtalk/Articles/d
evelop/mbti.pdf.
121. Gary J. Sipps et al., Item Analysis of the Myers-Briggs Type Indicator, in 45 EDUC.
AND PSYCHOL. MEASUREMENT 789-96 (1985); Robert R. McCrae & Paul T. Costa, Jr., Reinterpretingthe Myers-Briggs Type Indicatorfrom the Perspectiveof the Five-FactorModel of
Personality, in 57 J. PERS. 12-40 (1989).
122. History of DiSC, DIsc PROFILE, https://www.discprofile.com/what-is-disc/historyof-disc/ (last visited Dec. 9, 2016).
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there are four primary categories of emotions "stemming from the person's perceptions of self in relationship to his or her environment. These
four types were labeled by Marston as Dominance (D), Inducement (I),
Submission (S), and Compliance (C)."123
Marston's theories inspired many self-assessment tools, one of which
was the DiSC Profile. The DiSC Profile measures the user's personality
and behavioral style, and provides the user with a report on their personality style that "people can use to better understand themselves and to
adapt their behaviors with others[.]" 124
The personality styles in DiSC vary slightly from Marston's model.
DiSC stands for the model's following four personality styles: (D) dominance, (I) influence, (S) steadiness, and (C) conscientiousness. Dominance indicates the "[p]erson places emphasis on accomplishing results,
the bottom line, [and] confidence."1 25 Influence means the "[p]erson
places emphasis on influencing or persuading others, openness, [and] relationships."1 26 Steadiness shows the "[p]erson places emphasis on coop27
Conscientiousness means
eration, sincerity, [and] dependability."1
"[p]erson places emphasis on quality and accuracy, expertise, [and] competency." 12 8
In order to measure the user's personality style, the user must complete the DiSC profile test. The test asks the user various questions about
their behavior. Some of the questions are referred to as "forced choice,"
where the user must decide which answer is most like them or least like
them.1 29 The test attempts to measure behavior such as "how [the users]
respond to challenges, how [the users] influence others, how [the users]
respond to rules and procedures, and about [the users'] preferred pace of
activity."1 30
The user's score is then calculated and the user receives a report telling
the user which behavioral style (this is the correct term, not personality

123. Id.
124. DiSC Overview, Disc PROFILE, https://www.discprofile.com/what-is-disc/overview/
(last visited Dec. 9, 2016).
125. Id.
126. Id.
127. Id.
128. Id.
129. INSCAPE PUB., Disc CLAssIc VALIDATION REPORT 20 (2008), https://www.discprofile.com/DiscProfile/media/PDFs-Other/Research%20Reports%20and%2OWhite%20Papers
/DiSCClassicValidationResearchReport.pdf.
130. How DiSC Personality Tests Work, DIsc PROFILE, https://www.discprofile.com/what-is-disc/how-disc-works/ (last visited Dec. 9, 2016).
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style) the user falls into, as well as information on preferred environments and strategies for effective behavior. The user is also given information on the other three behavioral styles. 131
b. Is it Widely Used? If so, by Whom? For What?
The DiSC Profile is used by over one million people each year.
The tool is used by a variety of organizations, such as businesses and
churches, "to improve work productivity, teamwork and communication." 132
c. Student Time Required?
The test takes about twenty to twenty-five minutes to complete. 133
d. Cost?
A DiSC assessment costs $39.95.134

e. Validity and Reliability?
There is little information on the validity and reliability of the DiSC
Classic profile. However, the DiSC assessment's validation report indicates that the test has acceptable validity and reliability. 135

FIRO-B
a. What Does this Assessment Do? What is it Assessing?
FIRO-B stands for Fundamental Interpersonal Relations Orientation
- Behavior. It was developed in 1958136 by William Schutz for the purpose
of "understanding and predicting .

.

. how high-performance military

teams would work together." 137 Schutz based the test on the premise that

131. Id.
132. DiSC Overview, DIsc PROFILE, supra note 124. The EQ-I is another assessment
used to give feedback on five emotional intelligence scales that affect workplace performance. This assessment costs $60.00 but requires also an EQ-I certified administrator.
133. Overview, DISC PROFILE, https://www.discprofile.com/which-disc-to-use/overview/
(last visited Dec. 9, 2016).
134. DiSC Overview, Disc PROFILE, supra note 124.
135. INSCAPE PUB., supra note 129, at 20.
136. CPP, INC. NICOLE A. KRAUSE ETAL., VALIDATION OF THE FIRO-B INSTRUMENT WITH
BENCHMARKS PERFORMANCE DIMENSIONS 1 (2008), https://www.cpp.com/Pdfs/Validation
of FIR OB.pdf.
137. History, Reliability and Validity of the FIRO-B Instrument, CPP, INC.,
https://www.cpp.com/Products/firo-b/firob-info.aspx (last visited Dec. 9, 2016).
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people need people, using the word "interpersonal" to indicate interactions between people. If a person's social needs were not satisfied in these
interpersonal encounters, the person would encounter a feeling of anxiety
or discomfort. To avoid these negative feelings, a person is motivated to
138
satisfy their interpersonal needs.
This instrument helps "people understand their interpersonal needs
and how those needs influence their communication style and behavior[.]"139 The interpersonal needs are measured on the following three
42
scales: inclusion, 140 control, 141 and affection.1 Each of these scales is
computed in two ways, the behavior expressed by the person taking the
assessment, and the behavior the user wants others to display. 143
When the expressed behavior and wanted behavior are applied to the
three scales, the following six sections of the FIRO-B test emerge:
Expressed Inclusion;1 44
Wanted Inclusion;1 45
46
Expressed Control;1

138. Id.
139. Fundamental Interpersonal Relations

Orientation (FIRO),

CPP,

INC.,

&

www.cpp.com/products/firo-b/index.aspx.
140. Theory of Interpersonal Needs, CPP, INC. 3, https://www.cpp.com/pdfs/2225.pdf
(last visited Dec. 19, 2016) ("The interpersonal need for Inclusion (1) is the need to establish
and maintain satisfactory interactions and associations with other people.").
141. Id. at 4 ("The interpersonal need for Control (C) describes an individual's behavior
with respect to responsibility, power, influence, and decision making.").
142. Id. ("The interpersonal need for Affection (A) describes a person's behavior in forming close, personal relationships with others.").
143. FIRO-B Assessment Instrument, U.S. GEOLOGICAL SURv. Hum. CAP. SERv.
SUPPORT, http://www.usgs.gov/humancapitallecdlecd-firobassess.html (last visited Dec. 19,
2016).
http://careerassessSITE,
ASSESSMENT
FIRO-B Test, CAREER
144. The
mentsite.com/tests/firo-business-firo-b-tests/about-the-firo-b/ (last visited Dec. 19, 2016)
('This score dictates the level to which you make an effort to include others in your activities, as well as the extent that you work to get others to include you in their events. The
higher the score, the more likely you are to want to engage socially and join a larger amount
of social groups.").
145. Id. ("This score will show you the extent that you want others to include you in
their activities (without you instigating it), and your need to belong. The higher the score,
the more likely you are to want to be invited to social gatherings and social groups. Unlike
Expressed Inclusion, this doesn't mean you will necessarily initiate the request, but you do
want to be invited and included.").
146. Id. ("This section tells you about the extent that you feel comfortable influencing
others and the degree that you make an effort to control a situation. Scoring higher is
also . . . related to one's comfort with organizing and taking responsibility for others.").
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Wanted Control;147

Expressed Affection; 148 and
Wanted Affection.149

The assessment consists of fifty-four items. After answering all the
items, the user receives a report containing a score between zero and nine
in each of the six sections, with zero being a low score and nine being a
high score in that section. Next to the score is a description of how the
score applies to the section. For example, someone who scores high in
Expressed Control will be told, "[y]ou typically avoid controlling and influencing others and situations, organizing and directing others, and assuming responsibility." 5 0

The data gathered from these six sections can reveal how one's interpersonal needs motivate their behavior and can highlight "perceptual
gaps" that can harm relationships. Knowing these things can in turn
cause one to improve their interpersonal skills and trust in others. 151 In
short, this tool provides insight into one's compatibility with others. It is
a versatile tool that can be applied to multiple situations, such as team
building, employee development, and management development.1 52
b. Is it Widely Used? If so, by Whom? For What?
The tool is fairly popular, though there is no data citing a specific number of users. FIRO-B is used by organizations in "personal [development]
seminars, communication workshops, management development, career
development, and team building and development" 5 3 for the purposes of
understanding one's behaviors and the behaviors around them, with the

147. Id. ("This score is connected with your comfort level of being in a situation with
clear instructions and expectations, where your situation is pre-defined by others. In other
words, your comfort level with someone else in charge and influencing the direction of your
actions.").
148. Id. ("This score is associated with the extent to which you try and engage with
people on a personal level. The higher the score is, the more comfortable you are with supporting others and being open with them.").
149. Id. ("This score tells you how comfortable you are with others taking a personal
interest in you and acting warmly toward you in general. If you have a higher score in this
section, then you tend to be more comfortable with others encouraging you and sharing
personal matters with you.").
150. FIRO-B Profile Prepared for
Jane Sample,
CPP,
INC.
1,
2,
https://www.cpp.com/pdfs/smp220160.pdf (last visited May 25, 2010).
151. CPP, INC., supranote 136.
152. U.S. GEOLOGICAL SURV. HuM. CAP. SERV. & SUPPORT, supra note 143.
153. Krause et al., supranote 136.
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hopes that this understanding will create a better functioning organization.154
This tool is similar to the Myers-Briggs Type Indicator assessment, as
both tools measure behavior, communication, and interpersonal relationships. They both foster self-awareness useful for effective teamwork.
However, because each of these two tools provides these insights from a
different window, they are sometimes used together. 155
c. Student Time Required?
The assessment takes about fifteen minutes to complete.
d. Cost?
There are a few versions of this test online. Costs range from about
$16156 to $40,157 depending on from whom it is purchased and the amount
of detail one wants to receive.
e. Validity and reliability?
The validity and reliability of this assessment is the subject of some
debate. A study of the tool in 2000 by Hammer & Schnell found that the
test had sufficient validity and reliability scores.15sHowever, other studies have questioned the validity and reliability of the FIRO-B assessment.15 9
154. FIRO-B Test Online, DISCOVER YOUR PERSONALITY,
ourpersonality.com/Firob.html (last visited Dec. 19, 2016).
155.

http://www.discovery-

CPP, INC., EUGENE R. SCHNELL, LEADERSHIP REPORT USING THE FIRO-B AND

MBTI INSTRUMENTS 1, 2 (2009), https://www.cpp.com/pdfs/smp210256.pdf.
156. FIRO-B Profile (R), CPP, INC., https://www.cpp.comlen/firobproducts.aspx?pc=143
(last visited Dec. 19, 2016).
157. CAREER ASSESSMENT SITE, supranote 144.
158. History, Reliability and Validity of the FIRO-B Instrument, supra note 137 ("The
current norm sample for the FIRO-B instrument includes a U.S. national sample of 3,091
individuals who took the assessment in 1997 (Hammer & Schnell, 2000). In examining the
internal consistency reliability of each measure for the national sample, results indicate
that reliability coefficients for all measures are satisfactory, ranging from .85 to .96. Testretest reliability coefficients also demonstrate good reliability-ranging from .71 to .85for three different samples reported in the FIRO-B Technical Guide. Research results also
support the validity of the instrument. A number of studies have shown the FIRO-B assessment to be related to measures of leadership (e.g., Fiedler's Least Preferred Co-worker
scale, -.43 to .46), personal value such as community service (.05 to .27), and relationships/friendships (-.03 to .27) (Hammer & Schnell, 2000). Additionally, relationships are
also found with assessments such as the MBTI@ Form M instrument (-.56 to .29) and the
CPITM instrument (-.48 to .51) (Hammer & Schnell, 2000).").
159. William G. McGurk, The Effect of Individual Expectations on FIRO-B Profiles,
DEP'T PHSYCHOL. EMPORIA ST. U. (1978), https://esire.emporia.edulbitstream/hand
le/123456789/2335/McGurk%201978.pdf'sequence=l.
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Big 5 Personality Traits
a. What Does this Assessment Do? What is it Assessing?
In the 1970s, several researchers set out to find common personality
traits. After interviewing thousands of people, the researchers discovered
that personality could be reduced to five traits, regardless of one's culture
or language. 16 0 These five traits-extraversion, agreeableness, conscientiousness, neuroticism, and openness to experience-became known as
the "Big Five." 16 1 Simply put, the Big Five are five general factors, or di-

mensions, that are used to describe and measure an individual's personality. This discovery led to tools that would measure one's Big Five.
There are many different types of Big Five assessments, however, all
measure the user's Big Five personality traits.162 The assessments generally present the user with several statements about the individual. An
example would be a statement such as, "I am always prepared." The student then responds to these statements by rating on a scale whether they
agree, disagree, or are neutral to the statements. After responding to all
the statements, the student receives a report on how they scored on each
of the Big Five traits and their percentile rank. 163
This tool is used to identify the student's personality by assessing the
extent to which a student displays the five traits. 164 It is important to
note that this tool does not give all-or-nothing judgments on the student's
personality (such as whether the student is an extrovert), but rather tells
the student where he or she falls on a scale in each dimension. 165
b. Is it Widely Used? If so, by Whom? For What?
The Big Five personality test is widely used. Its main purpose is to
measure one's personality dimensions. Businesses often use this test to
see if the individual is a good fit for that role or business. 6 6

160. The Big Five Project Personality Test, OUT SERV., http://www.outofservice.comfbigfive/info/ (last visited Dec. 19, 2016).
161. The Big 5 Aspects of Personality, http://www.psychometric-success.com/personality-tests/personality-tests-big-5-aspects.htm (last visited Feb. 2, 2017).
162. James Grice, Big Five Personality Traits, OKLA. ST. U. DEP'T PSYCHOL., http://psychology.okstate.edulfaculty/jgrice/psyc4333/TraitModels.pdf (last visited Dec. 19, 2016).
163. IPIP Big-Five Factor Markers Test, PERSONALITY-TESTING, http://personality-testing.info/tests/BIG5.php (last visited Dec. 19, 2016).
164. See Measuring the Big Five Personality Domains, U. OF OR., http://pages.uoregon.edulsanjayfbigfive.html (last visited Dec. 19, 2016).
165.

BRIAN R. LITTLE, ME, MYSELF, AND Us: THE SCIENCE OF PERSONALITY AND THE ART

OF WELL-BEING 28-29 (2014).
166. See Why Use Mind Tools for Your Business?, MIND TOOLS CORPORATE,
https://www.mindtools.com/corporate/.
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c. Student Time Required?
The normal Big Five assessment takes about fifteen minutes to complete.
d. Cost?
There are several versions of the Big Five personality test, ranging
from free to $50.167 The University of California Berkeley Personality Lab
recommends a free assessment developed by Professor Oliver John,
which can be found at http://www.outofservice.com/bigfive/.
e. Validity and Reliability?
Given that there are many different Big Five assessments available,
the validity and reliability will depend on which particular assessment is
used. However, Big Five assessments do not have many of the reliability
issues that are present in the MBTI. Noted Professor Brian Little stated,
"the Big Five traits are dimensions along which all people can be placed,
with most falling in the middle regions and others spread out along the
full range of scores." 168 Thus, unlike the MBTI, the Big Five measures
the user's traits along a continuum.
The next assessment, The Implicit Associations Test (IAT) helps
students develop a cross-cultural competency that many law schools have
included in their learning outcomes.

Implicit Associations Test69
a. What Does this Assessment Do? What is it Assessing?
In 1995, Professors Anthony G. Greenwald and Mahzarin R. Banaji
published an article showing that social behavior is often influenced not
only by conscious thoughts, but also by implicit cognition. 170 Implicit cognition is the idea "that past experience influences judgment in a fashion
167. The Big Five Personality Test, TRUITY, http://www.truity.com/testbig-five-personality-test (last visited Dec. 19, 2016); SIGMA ASSESSMENT SYSTEMS INC., NEO PERSONALITY
INVENTORY-3 (2016), http://www.sigmaassessmentsystems.com/wp-content/uploads/2015
/02/NEO-PI-3-BRB-Sample-Report.pdf.
168. LITTLE, supra note 165.
169. PROJECT IMPLICIT, https://implicit.harvard.edu/implicit/selectatest.html (last visited Dec. 19, 2016).
170. Anthony G. Greenwald & Mahzarin R. Banaji, Implicit Social Cognition:Attitudes,
Self-Esteem, and Stereotypes, 102 PSYCHOL. REV. 1, 4 (1995), http://faculty.washington.
edu/agg/pdf/GreenwaldBanajiPsychRevj1995.OCR.pdf
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not introspectively known by the actor." 171 Building off this theory, Anthony G. Greenwald, Debbie E. McGhee, and Jordan L. K. Schwartz developed the Implicit Associations Test (IAT).172
The IAT "measures attitudes and beliefs that people may be unwilling
or unable to report."1 73 Consistent with Greenwald and Banaji's theory,
the IAT is premised on the belief that an individual has explicit and implicit attitudes and stereotypes.1 74 An attitude or stereotype is explicit if
75
it is one that the individual deliberately thinks about and reports.1 Conversely, an attitude or stereotype is implicit if it occurs outside the individual's consciousness and control. 76 The IAT is able to measure these
attitudes and beliefs by assessing the user's strength of association "between concepts (e.g., black people, gay people) and evaluations (e.g., good,
77
bad) or stereotypes (e.g., athletic, clumsy)."'

The IAT is completed online. While there are many different versions
of the IAT178 (each measuring a different bias), all tests follow the same
format. The user is given two sets of categories, such as (1) EuropeanAmerican and African-American, and (2) good and bad. The test then presents the user with words and pictures, which the user must quickly sort
into the categories. By measuring the amount of time it takes the user to
sort each word and picture into the different categories, the IAT, the au79
thors argue, is able to measure the user's implicit attitudes.1
Once the user completes the IAT, the user receives a report indicating
their "automatic preference." The automatic preference is listed as slight,
moderate, or strong. For example, someone taking the race test may receive a report stating they have a slight preference for European Americans compared to African Americans.

171. Id.
172. Anthony G. Greenwald et al., Measuring Individuals Differences in Implicit Cognition: The Implicit Association Test, 74 J. PERSONALITY & Soc. PSYCHOL. 1464, 1464 (1998),
http://faculty.washington.edu/agg/pdf/Gwald_- McGhSchwJPSP_1998.OCR.pdf.
173. Overview, PROJECT IMPLICIT, https://implicit.harvard.edu/implicit/education.html
(last visited Dec. 19, 2016).
174. Frequently Asked Questions, PROJECT IMPLICIT, https://implicit.harvard.edu/implicit/faqs.html (last visited Dec. 19, 2016). "An attitude is your evaluation of some concept
(person, place, thing, or idea) . . . Stereotypes are the belief that most members of a group
have some characteristic." Id.
175. Id.
176. Id.
177. Id.
178. PROJECT IMPLICIT, supranote 169.
179. About the IAT, PROJECT IMPLICIT, https://implicit.harvard.edu/implicit/iatdeta
ils.html (last visited Dec. 19, 2016).
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Students may find the information useful, as the IAT should make the
student more self-aware of his or her implicit attitudes. Self-awareness
is foundational for all professional learning outcomes. However, the test
results do not tell the student how to eliminate his or her implicit biases.
b. Is it Widely Used? If so, by Whom? For What?
The IAT has been used by millions of people. 180 As of 2008, the IAT has
been cited in 800 articles, used in about 300 published studies, and over
five million people have visited the official website. 181 There is little information on the number of businesses and organizations that use the
IAT, but those who do use it do so to "measure attitudes in general, and
prejudices toward groups in particular." 182
c. Student Time Required?
It takes about ten minutes to complete the IAT.
d. Cost?
All of the IAT tests are free.
e. Validity and Reliability?
The IAT is sometimes criticized for its lack of validity and reliability. 183
Critics claim the user's answers are "quite sensitive to the social context
in which [the IAT is] taken[.]" 184 This can in turn lead to inconsistent
results, as a user's score often varies between tests. 185
The last group of off-the-shelf formative assessments focuses on selfawareness into the relationship competencies that legal employers want.

180. John Tierney, In Bias Test, Shades of Gray, N.Y. TIMES, Nov. 17, 2008,
http://www.nytimes.com/2008/11/18/science/18tier.html?_r=0.
181. Beth Azar, IAT: Fad or Fabulous?, 39 MONITOR PSYCHOL. 7, 44 (2008),
http://www.apa.org/monitor/2008/07-08/psychometric.aspx.
182. Allen R. McConnell & Jill M. Leibold, Relations Among the Implicit Association
Test, Discriminatory Behavior, and Explicit Measures of Racial Attitudes, 37 J.
EXPERIMENTAL SOC. PSYCHOL. 435 (2001), http://www.allenmeconnell.net/pdfs/iat-JESP2001.pdf.
183. See Hart Blanton et al., Decoding the Implicit Association Test: Implications for
criterionprediction, 42 J. EXPERIMENTAL Soc. PSYCHOL. 192-212 (2006); see also Azar, supra note 181; Hart Blanton et al., Strong Claims and Weak Evidence: Reassessing the Predictive Validity of IAT, 94 J. APPLIED PSYCHOL. 567, 568 (2009), http://scholarship.law.upe
nn.edu/cgilviewcontent.cgi?article=2533&context=faculty-scholarship.
184. Azar, supra note 181.
185. Id.; see also Tierney, supra note 180.
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Give and Take Assessment 186
a. What Does this Assessment Do? What is it Assessing?
The Give and Take assessment attempts to measure how the test taker
interacts with others. The assessment lists the following three primary
87
taking, 8 8 and matchways of interacting with other people: giving,'
90
189
Humans tend to have a primary style, or default tendency.1
ing.
In order to measure how the user falls in each of these categories, they
are required to answer fifteen questions. The questions list out a scenario
that one may commonly encounter in the business world, usually involving giving or taking a favor from someone. The user then selects one of
three answers that describes how the user would respond to the hypothetical scenario. The user is ultimately provided a report describing
which method of interaction is the user's primary style. It then describes
the behavior and reasoning that is usually displayed by someone with
that primary style. However, the report does not describe how the user's
results relate to success and failure. To find this out, the user must read
the book. The assessment does not offer advice on how to improve the
user's results.

b. Is it Widely Used? If so, by Whom? For What?
There is no data on how many people have taken the give and take
assessment. However, the accompanying book is a New York Times bestseller, and has been endorsed by many business people. The book has
been translated into thirty languages.191 The user takes the test to see
whether he or she is a giver, taker, or matcher, and to understand how
that style can impact the user's success in business.

186. ADAM GRANT, GIVE AND TAKE: WHY HELPING OTHERS DRIVES OUR SUCCESS (2013).
187. Id. at 4-5 ("[Givers prefer] to give more than they get... [They] are other-focused,
paying more attention to what other people need from them.").
188. Id. at 4 ("[Takers] like to get more than they give. They tilt reciprocity in their own
favor, putting their own interests ahead of others' needs. Takers believe that the world is a
competitive, dog-eat-dog place. They feel that, to succeed, they need to be better than others. To prove their competence, they self-promote and make sure they get plenty of credit
for their efforts. Garden-variety takers aren't cruel or cutthroat; they're just cautious and
self-protective.").
189. Id. at 5 ("[Matchers strive] to preserve an equal balance of giving and getting.
Matchers operate on the principle of fairness: when they help others, they protect themselves by seeking reciprocity. If you're a matcher, you believe in tit for tat, and your relationships are governed by even exchanges of favors.").
190. See Adam Grant, GIVE AND TAKE, http://www.giveandtake.com/#!evaluateyourself/cl.x3
191. ADAM GRANT, http://www.adamgrant.net/give-and-take (last visited Dec. 19, 2016).
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c. Student Time Required?
This assessment takes less than ten minutes to complete.
d. Cost?
This assessment is free.
e. Validity and Reliability?
The Give and Take assessment has not been tested for validity and
reliability.

360 Reach Survey
a. What Does this Assessment Do? What is it Assessing?
The 360 Reach Survey is a personal branding assessment that "enables
you to understand how you are perceived by those around you."1 92 This
tool receives input from both the user and others who know the user. The
perception of the user is then compared to the perception of how others
view the user. With this information, the user sees how others view him
or her (usually in a business context), and how that view differs from the
user's own perception. This reflection should contribute to self-awareness.
Before users begin the survey, they must submit information about
themselves, such as their occupation and industry. It also asks for the
user's gender, age, and area code. After this information is entered, the
user may take the survey.
The survey is divided into six sections. In the first section, the user is
asked to pick ten attributes out of a list of about 100 that best describe
them. After picking these ten, the user is asked to rank the ten in order
of which best describe them. In the second section, the user picks the
user's top six skills out of sixty options, and then is asked to rank these
six skills in order of strongest to weakest. In the third section, the user
enters his or her top strength and top weakness. The fourth section requires the user to engage in "projective exercises" and to respond to unusual questions. Questions will vary, but an example is, "if you were a car,
what type of car would you be and why?" The fifth section gives the user
a list of common business roles and asks the user to select which one best
describes them (manager, motivator, administrator, etc.). The sixth section allows the user to write in any additional comments he or she wants.

192. Begin Here, 360REACH, http://www.reachcc.com/360register (last visited Dec. 19,
2016).
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Once the survey is completed, the user may request that others who
know the user complete the survey by assessing the user. The assessment
the colleague fills out is the exact same as the one the user completed.
b. Is it Widely Used? If so, by Whom? For What?
This assessment has been used by nearly one million professionals for
personal branding purposes. It has been "incorporated into talent devel193
opment programs in 20% of Fortune 100 companies."
c. Student Time Required?
This assessment takes about twenty minutes to complete.
d. Cost?
Although there is a "premium" option, one can sign up for a fifteen-day
trial period for free.
e. Validity and Reliability?
There is no information available on this assessment's validity and reliability.

Upward Feedback
a. What Does this Assessment Do? What is it Assessing?
The tool asks students to rate their level of satisfaction regarding certain skills and qualities. The tool breaks these skills and qualities into
the following several sections: people leadership, project leadership, expertise, and professionalism. For example, under the project leadership
section, the student will rate her level of satisfaction with her ability to
delegate.
"Upward feedback is used to provide an opinion to supervisors or managers who then provide similar feedback to executives above them. As a
student, there are opportunities for upward feedback if you are leading a
team on a project or leading an organization." This tool intends to make
194
the student aware of other people's perception of them as a leader.
This tool is useful simply because it explains the criteria that are often
used to judge leadership. Knowing that their future coworkers will be
using these factors when evaluating leadership abilities is useful for the

193. Id.
194. Amy Gallo, How to Give Your Boss Feedback, HARv. Bus. REV. (Mar. 24, 2010),
https://hbr.org/2010/03/how-to-give-your-boss-feedback.
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student, as she will increase self-awareness of which skills she needs to
grow and develop.
b. Is it Widely Used? If so, by Whom? For What?
"[U]pward feedback appear[s] to be widely used."195 This tool is most
commonly used by managers for the purposes of seeking feedback on
their leadership skills. 196 This feedback can then be used by the manager
to improve such skills.
c. Student Time Required?
This assessment should take the student about ten minutes to complete.
d. Cost?
This tool does not cost any money.
e. Validity and Reliability?
This tool has not been tested for validity and reliability.

V. CONCLUSION

Forty percent of the law schools that have posted learning outcomes,
as of October 15, 2016, have adopted a variation of the professional-formation learning outcome that each student should demonstrate understanding and integration of responsibility for continually self-evaluating
the student's own professional development (self-directed learning) toward excellence at the competencies needed to serve clients and the legal
system. If this same proportion holds true as the remaining 130 law
schools post their learning outcomes, roughly eighty law schools will have
adopted this type of learning outcome. ABA accreditation standard 314
requires each law school to use formative assessments that provide
meaningful feedback to improve student learning on each learning outcome the faculty adopts. This Article has focused on off-the-shelf formative assessments that provide meaningful feedback to improve student
learning on this learning outcome.

195. Alan G. Walker & James W. Smither, A Five-Year Study of Upward Feedback:
What Managers Do with Their Results Matters, 52 PERSONNEL PSYCHOL. 393 (1999),
https://www.tamu.edu/faculty/payne/PA/Walker%20&%2OSmither%201999.pdf.
196. UpwardFeedback 101: Soliciting ConstructiveInput from Subordinates, HCAREERS
(Sept. 25, 2007), http://www.hcareers.com/us/resourcecenter/tabid/306/articleid/320/def
ault.asp.
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The major contribution of the Article is the twelve principles in Section
III.A. to guide curricular design of formative assessments on this professional-formation learning outcome and then the analysis in Sections B
and C on how those principles would apply specifically to curricular design of formative assessments for this learning outcome in the 1L year
and then the 2L and 3L years. Part IV applies these principles to some
commonly-used off-the-shelf formative assessments. There may be other
commonly used off-the-shelf formative assessments to which these
twelve principles can be applied.
Note that the many of the off-the-shelf assessments discussed in Section IV also will foster each student's growth toward versions of the second clear learning outcome asking each student to demonstrate continuing growth over time from high short-term self-interest and low
responsibility to others that would most likely have been the case earlier
in life toward an internalized deep responsibility and service to clients
and the legal system. For example, assessments like the Roadmap, the
Trust Quotient, the Personal Value Assessment, and the Give and Take
Assessment ask the student to self-evaluate and reflect upon the student's values and commitments regarding service to others. The MBTI,
DiSC, FIRO-B, Big Five, and Implicit Associations Test all help foster
each student's self-awareness and commitment to relational skills and
teamwork.
In my experience over the last three years with one-on-one coaching of
fifty 1L and 2L students each year on the Roadmap curriculum (that includes Strengths Finders, Trust Quotient, a 360 degree assessment of
strongest competencies, and an assessment of motivating interests and
passions), it is particularly important to engage the earlier-stage students regarding self-directed learning with initial formative assessments
where the student can clearly see and understand that the assessment is
useful to help the student identify strengths that will help the student
toward his or her ultimate goal of meaningful employment. It is also important to include one or more 360 degree formative assessments to provide a modest check on the social desirability bias that is evident in selfassessments. A coach can also ask questions that give very helpful feedback (cognitive dissonance or optimal conflict) to check social desirability
bias.
My experience is also that many students need a great deal more help
than I used to think to connect the dots among the student's goal of meaningful employment, the faculty's learning outcomes, and the competencies that legal employers and clients want. Without coaching help, many
students cannot make a strong persuasive argument that they are building on their prior knowledge and skills and are making progress toward

734

MERCER LAWREVIEW

[Vol. 68

later stages of the faculty's learning outcomes to demonstrate the competencies that legal employers and clients want. To give a specific example,
if a faculty requires all students to take some combination of the formative assessments discussed above like MBTI, DiSC, FIRO-B, or others,
many students will need coaching help to tell a story that these assessments have helped the student to develop toward later stages of a faculty
learning outcome and competency that legal employers and clients want.
This is a time for experimentation regarding formative assessments
that are effective in helping each student develop toward a professionalformation learning outcome that each student should demonstrate understanding and integration of responsibility for continually self-evaluating the student's own professional development (self-directed learning)
toward excellence at the competencies needed to serve clients and the
legal system. It is important that each faculty or staff person trying these
experiments also try to measure the effectiveness of the formative assessment, and to share the results. Over time, we will become increasingly
effective in fostering each student's professional formation.
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Appendix A

Survey of Posted Learning Outcomes as of Jan. 20, 2017

For this January 20, 2017 survey, Professor Jerry Organ, Professor
Neil Hamilton, and Holloran Center coordinator Brady King reviewed
together and discussed all the data collected from law school websites.
We decided that statements that a law school was introducing law students to a particular competency or listed a particular competency in list
of possible examples of competencies a student might study or was giving
law students "an opportunity" to develop a particular competency did not
meet the requirements of a learning outcome that each student must understand and demonstrate a particular competency. Hamilton's earlier
articles had reported higher numbers of law schools with posted learning
outcomes applying a less rigorous standard.

Pro Bono (31)
Barry
Belmont
UC Hastings
Chicago Kent
Concordia
Creighton
Dayton
UDC
Hawaii
St. John's
Little Rock
Loyola Marymount
Loyola Chicago
Marquette
Maryland
UMass

Minnesota
Montana
New Mexico
Penn State Dickinson
Pepperdine
Temple
Texas A&M
Texas Southern
Texas Tech
UST
Tulane
Villanova
Washburn
Whittier
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Teamwork/Collaboration (24)
Ave Maria
Belmont
Boston University

CUNY
Concordia
Hofstra
Indiana
Little Rock
Loyola Marymount
Loyola Chicago
Marquette
Maryland

UMass
McGeorge
Minnesota
Montana
New Mexico
Ohio State
Penn State Dickinson
Tennessee
Texas Tech
Thomas Jefferson

UST
Villanova

Multicultural (23)
Barry
Belmont
Creighton
CUNY
Dayton

UDC
Florida Coastal
Hawaii
St. John's
Loyola Marymount
Loyola Chicago
Minnesota

Montana
New Mexico
Ohio State
Penn State Dickinson
South Dakota
Temple
Texas Tech

UST
Thomas Jefferson
Villanova
Washburn

Self-Directed (18)
Ave Maria

BYU
CUNY
Dayton

UDC
Hawaii
Indiana
Little Rock
Loyola Chicago

UMass
Montana
Ohio State
Regent
South Dakota
Southwestern
UST
Villanova
Whittier
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Reflection/Self-Evaluation (16)

Ave Maria
Creighton
CUNY
Chicago Kent
UDC
Hofstra
St. John's
UMass

Montana
Ohio State
Penn State Dickinson
Southwestern
Tennessee
Thomas Jefferson
Villanova
Widener

Integrity (13)

Belmont
Creighton

UDC
Fordham
Hofstra
Little Rock
Loyola Marymount

Loyola Chicago
UMass
Minnesota
New Mexico
Temple
Villanova

Professionalism (13)
UC Hastings
Denver
UDC
Kansas
Little Rock
McGeorge
Montana

Ohio State
Savannah
Temple
Texas Tech
Thomas Jefferson
Whittier

Improve the Prof/System (9)
Concordia
UDC
Little Rock
Loyola Chicago
UMass

Montana
New Mexico
Thomas Jefferson
Washburn
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Judgment (9)
Creighton
UDC
Indiana
Little Rock
Maryland

UMass
Ohio State
Savannah
UST

Active Listening (7)
CUNY
Marquette
McGeorge
South Dakota

Tennessee
UMass
Washburn

Ethical +
BYU
UC Hastings
UMass
South Carolina

197(8)

Southwestern
Temple
Texas A&M
UST
Leadership (6)

Hawaii
Indiana
Loyola Chicago

Southwestern
Texas Tech
Villanova
Diligence (5)

Creighton

UDC

Loyola Marymount
UMass

Little Rock
Personal Code of Ethics (6)

Ave Maria
Concordia
UDC

Little Rock
Maryland
Regent

197. Ethics + includes learning outcomes relating to the internalization of moral values
and the profession's ideals and core values.
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HighlHighest Professional Standards (3)

Penn State Dickinson
Tennessee

Tennessee

Feedback (2)

CUNY

Minnesota
Respect for Others (2)

Dayton

Temple
Self-Care (2)

Concordia

Minnesota

rTechnology/Businessl (8)
Boston University
Chicago Kent
George Mason
Hofstra

Loyola Marymount
Montana
Penn State Dickinson
Tennessee

[Networking] (2)
Indiana

Akron
Albany
Arizona
Arizona State
Berkeley
Boston College
California Western
Chapman
Nova South

ONU

Villanova
Basic (21)
Chicago
Cornell
Drake
George Mason
Gonzaga
Harvard
Michigan
Mississippi College
USC Gould
Vanderbilt

Penn State
49 Schools w/ Learning Outcomes (beyond "Basic" from Standard
302)
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21 Schools w/ "Basic" Learning Outcomes from Standard 302
70 Total Schools w/ Learning Outcomes
*Note: Totals currently do not include the "Technology/Business" or
"Networking" categories

